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The purpose of this research is to clarify the influence of managing human resources for employees with
disabilities on the intention to leave through organizational commitment. Questionnaire survey is
conducted on 140 employees with disabilities working in special subsidiaries using human resource
management, organizational commitment, and intention to leave measure scale. As the result, it has
become clear that the affective commitment mediates between positive education and training and
intention to leave. From these results, it is suggested that positive education and training is an important
factor in terms of establishment of disabled employees in the organization.
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デルは棄却された。GFI（goodness of fit index），


































































































M SD 1 2 3 4 5 6 7 8 9 10 11 12
1 性別 .79 .41 1
2 年齢 40.07 9.52 .095 1
3 勤続年数 9.89 8.41 .020 .479 ** 1
4 転職回数 1.64 1.96 -.058 .307 ** -.266 ** 1
5 従業員数 132.04 79.45 -.085 -.121 -.289 ** .094 1
6 障害種別 .62 .49 -.216 * .280 ** .447 ** -.176 .049 1
7 評価の適切性 3.87 1.13 -.007 -.135 -.005 -.261 ** -.163 .191 * (.85)
8 積極的教育訓練 4.05 1.10 .015 -.142 .026 -.219 * -.010 .248 ** .693 ** (.79)
9 雇用保障 4.76 .83 -.093 -.134 -.063 -.056 .041 .084 .638 ** .555 ** (.68)
10 情緒的ｺﾐｯﾄﾒﾝﾄ 4.16 1.00 .069 -.179 -.082 -.134 -.149 -.045 .551 ** .549 ** .495 ** (.75)
11 功利的ｺﾐｯﾄﾒﾝﾄ 4.21 1.16 .100 -.065 .031 .050 -.227 * -.159 .145 .159 .242 * .389 ** (.64)
12 離職意思 3.14 1.29 .063 .208 * .057 .092 .184 -.023 -.605 ** -.568 ** -.418 ** -.647 ** -.429 ** (.73)
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